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Wage and Salary                     E-mail us 
 

T he Special Pay Systems Branch of the 
CPMS Wage and Salary Division estab-

lishes special pay covering Federal Wage 
System (FWS) occupations, General Sched-
ule (GS) positions, and various administra-
tively determined pay schedules.  DoD in-
stallations may request special pay from the 
Branch, through their respective Component 
headquarters. 
 
Procedures for requesting FWS special pay 
are contained in the Office of Personnel 
Management (OPM) Operating Manual, 
FWS, Subchapter S12.  For GS employees, 
procedures are located in title 5, Code of 
Federal Regulations (CFR), Subpart 
530.304. 
 
“The Special Pay Systems Branch will 
gladly assist managers and field-level HR 
offices from the beginning or planning 
stages through to the end result when you 
need special pay for hard-to-fill positions,” 

says Branch Chief Jim Brady.  “I can often 
help ease the process if you contact me 
early on.  For further information or assis-
tance, please call me at (703) 696-1743 
(DSN 426-), or click on the ‘E-mail us’ 
link.” 
 
With a team of only four individuals, the 
Special Pay Systems Branch develops, ap-
proves, and oversees approximately 420 
schedules annually.  The challenge is that 
very few schedules are formatted or con-
structed in the same way.   
 
As the name implies, “special pay” is tai-
lored to meet the specific needs of a particu-
lar DoD activity in recruiting or retaining 
well-qualified employees.  Some special 
pay schedules only require a single rate for 
a specific occupation, while schedules un-
der title 38, United States Code (U.S.C.), 
for medical occupations resemble regular 
schedules and consist of numerous grades 
and steps.  Still other schedules, such as 

(Continued on page 2) 
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Inside this issue: 
DoD Presents Final NSPS Regulations to Congress 

and Publishes Them in the Federal Register 
NSPS Program Executive Office (PEO) 
 

H on. Gordon England, Acting Deputy 
Secretary of Defense, and Hon. Linda 

M. Springer, Director of the Office of Per-
sonnel Management (OPM), announced in a 
news conference on October 26th that the 
Department of Defense (DoD) has pre-
sented the final National Security Personnel 
System (NSPS) regulations to Congress.  
This event marks another major milestone 
in a rigorous design effort that has been 
ongoing since the spring of last year. 

Congress has 30 days to review the final 
regulations, which are scheduled to take 
effect on November 28th.  The changes will 
ultimately affect 650,000 of the 750,000 
employees in the Department.  Once 
adopted, the Department plans to implement 
the labor relations portion of the system 
immediately.  “The human resources por-
tion—the new pay bands, the pay-for-
performance system, etc.—is scheduled to 
progressively begin in February” of next 
year, Deputy Secretary England said.  The 
first group, or “spiral,” to come under the 

(Continued on page 2) 

CPMS’ Injury and Unemployment 
Compensation Division (ICUC) 
makes a difference for DoD 
employees who cannot work due 
to a job-related injury (see profile 
of ICUC’s Susan Atwood, page 6). 

http://a257.g.akamaitech.net/7/257/2422/01jan20051800/edocket.access.gpo.gov/2005/pdf/05-21494.pdf
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survey from Lajes Field on 
Terceira Island in the 
Azores.  Other 2005 trips 
included conducting a bene-
fits survey in Canada, as 
well as special Army Corps 
of Engineers power plant 
wage surveys in several 
western states. 
 
With regard to FWS and GS 
special rates, the Special 
Pay team reviews and coor-
dinates special pay requests 
with DoD Components (and 
other Federal agencies), and 
then recommends special 
pay rates to OPM for ap-
proval.  Special rates may 
be necessary when a DoD 
activity has trouble recruit-
ing or retaining well-
qualified employees.  A 
remote area, difficult work-
ing conditions, or non-
Federal employers paying 
significantly higher rates for 

a particular occupation are 
all circumstances where 
special pay rates may be 
warranted. 
 
In summary, the Special Pay 
Systems Branch team must 
often resolve complex pay 
problems by constructing 
innovative pay methodolo-
gies, but the team members 
would not have it any other 
way.  The variety of pro-
grams is interesting and 
requires an extensive 
knowledge of pay schedule 
development, not to men-
tion the ability to “think 
outside the box.”    
 
In the future, the team looks 
forward to lending its exper-
tise as NSPS unfolds and 
the Department moves into 
a new era in human re-
sources management. 

those for the Defense Lan-
guage Institute (DLI) and 
Uniformed Services Univer-
sity of the Health Sciences 
(USUHS), are established as 
pay bands or rate ranges, 
i.e., minimum and maxi-
mum rates of pay are estab-
lished for identified posi-
tions. 
 
The Special Pay Systems 
Branch also participates in 
the foreign national (FN) 
compensation program by 
providing technical advice 
to overseas activities and 
reviewing the prevailing 
practices, rates, and com-
pensation methods within 
each host country.  For in-
stance, this spring a Special 
Pay team member provided 
on-site technical support to 
Air Force personnel con-
ducting the annual wage 

(Continued from page 1) 

NSPS Aims to Foster Environment Where All Employees Can Excel 
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rate you fairly and equi-
tably;  

• Preserve your rights 
and legal protections;  

• Streamline dispute 
processes to resolve 
issues between manage-
ment, employees, and/
or employee representa-
tives quickly; and  

• Respect your collective 
bargaining rights while 
meeting the Depart-
ment’s need to act 
swiftly to execute our 
mission.”  

• Promote skill develop-
ment and advancement 
opportunities as you 
grow and progress;  

• Reward you for per-
formance and contribu-
tion to our Nation’s 
defense;  

• Transition to a culture 
where feedback and 
coaching are a vital part 
of day-to-day business;  

• Ensure you know what 
is expected of you and 
have confidence in your 
manager’s ability to 

volved employees, public 
interest groups, all DoD 
Components, union repre-
sentatives, elected officials, 
and others.”  He emphasized 
DoD leadership’s commit-
ment to do the following: 

• “Provide training and 
an open environment 
that supports you 
through the transition to 
a performance-based 
system, encouraging 
you to take ownership 
of your performance 
and success;  

new program will consist of 
approximately 65,000 em-
ployees.  
 
Implementation of the new 
program entails a very de-
liberate process, he ex-
plained.  If problems arise, 
the Department will adjust 
the program.  “We want the 
system to work right for 
everyone,” Deputy Secre-
tary England said. 
 
Mary E. Lacey, the program 
executive officer for the 
system, noted that setting up 
the system is enormously 
complicated.  Training is a 
large part of the system.  
The Department has already 
begun training supervisors 
and human resources spe-
cialists on how the system 
should work.  In addition, 
all DoD employees will 
receive training on the sys-
tem, Ms. Lacey said. 
 
OPM Director Springer said 
the system preserves the 
principles that protect Fed-
eral workers:  merit system 
principles, due process, and 
veterans’ preference.  “I can 
tell you today that all of 
those have been preserved 
and have been adequately 
maintained in these regula-
tions,” she said.  
 
OPM was the Department’s 
“primary partner” in devel-
oping the new system, Dep-
uty Secretary England said 
in an October 26th memo-
randum to all DoD employ-
ees, “and we have also in-

(Continued from page 1) 
 

Special Pay Team Resolves Complex Pay Issues 



Medicare Prescription Drug Coverage:  To Join or Not To Join?   
For Most Feds, Keeping Their Current FEHB Coverage Is Advantageous 

Medicare prescription drug 
plan.  It will almost always 
be to your advantage to 
keep your current FEHB 
coverage without any 
changes.  The exception is 
for those with limited in-
comes and resources who 
qualify for Medicare’s extra 
help with prescription drug 
costs.  Please contact your 
benefits administrator or 
your FEHB insurer for in-

(Continued on page 4) 

eligible for Medicare but do 
not enroll in a Medicare 
prescription drug plan by 
May 15, 2006, and who do 
not already have prescrip-
tion drug coverage that is at 
least equal to the new Medi-
care coverage, will pay a 
higher premium if they 
choose to enroll later. 
 
There are several factors to 
consider when deciding 
whether you should join a 

From November 15, 2005, 
through May 15, 2006, 
Medicare beneficiaries will 
have the opportunity to en-
roll in a Medicare prescrip-
tion drug plan.  For people 
who join by December 31, 
2005, coverage will begin 
on January 1, 2006.  For 
those who join after Decem-
ber 31, coverage will be 
effective the first day of the 
month after the month they 
join.  Individuals who are 

Benefits and  
Entitlements      E-mail us 
 

S tarting on January 1, 
2006, Medicare pre-

scription drug coverage will 
become available to every-
one with Medicare, includ-
ing Federal employees with 
Federal Employees Health 
Benefits (FEHB) coverage.  
Medicare prescription drug 
coverage is an insurance 
program provided by private 
insurance companies ap-
proved by Medicare.  There 
are two types of prescription 
drug plans, as follows: 
• Plans that add coverage 

to the original Medicare 
plan; and  

• Plans that are part of a 
Medicare Advantage or 
other Medicare health 
plan.  

All plans will include local 
pharmacies and cover brand 
name as well as generic 
drugs. 
 
As is true of other insur-
ance, people who join a 
Medicare prescription drug 
plan will pay: 
• A monthly premium 

(generally around $37 
in 2006, but this 
amount can change 
yearly);  

• A yearly deductible (up 
to $250 in 2006); and  

• Part of the cost of their 
prescriptions, including 
a co-payment or co-
insurance.  

 
Costs will vary depending 
on the drug plan.  Some 
plans may offer more cover-
age and additional drugs. 

Each JFS has series defini-
tions and brief descriptions 
of the covered occupations, 
titling instructions, and 
grading criteria in the Factor 
Evaluation System (FES) 
format. 
 
Illustrations of key factor 
levels for several of the oc-
cupational series are pro-
vided for additional guid-
ance.  Each JFS makes 
some changes, such as re-
titling series, canceling 
some series, and establish-
ing others. 
 
Since the GS-1500 and GS-
0400 JFSs are final stan-
dards, they must be applied 
to all covered DoD posi-
tions.  However, neither JFS 
is expected to have a signifi-
cant impact on the DoD 
workforce. 
 
The third new standard 
should be of considerable 
interest throughout the DoD 
Components:  the draft JFS 
for Technical Work in the 

Engineering and Architec-
tural Group, GS-0800.  The 
draft includes updated occu-
pational information and 
new FES classification cri-
teria for Engineering Tech-
nician, GS-0802, and Elec-
tronics Technician, GS-
0856, as well as several 
less-populated series. 
 
The Department is not a 
designated lead agency and 
thus is not required to test-
apply the draft.  Nonethe-
less, we in CPMS are re-
viewing the positions cov-
ered by the draft, and the 
Department will provide 
feedback to OPM by the 
November 30th deadline.  To 
that end, CPMS has asked 
both HR and functional per-
sonnel to review this draft 
carefully and submit com-
ments through Component 
channels to CPMS no later 
than November 14th. 
 
To access the text of the 
GS-0400 or GS-1500 JFS, 
click here. 

Classification & Pay         E-mail us 
 

G iven the high level of 
interest in pay banding 

these days, one might have 
anticipated that few changes 
would be made to existing 
OPM classification require-
ments.  During September, 
however, three new stan-
dards were issued in less 
than a week’s time.  One of 
the new standards is still in 
draft form, while two others 
are final standards:  the Job 
Family Standard (JFS) for 
Professional Work in the 
Mathematical Sciences 
Group, GS-1500, and the 
JFS for Professional Work 
in the Natural Resources 
Management and Biological 
Sciences Group, GS-0400. 
 
Each JFS replaces a number 
of generally outdated indi-
vidual occupational stan-
dards.  They consolidate the 
professional series and grad-
ing criteria in their respec-
tive occupational groups 
into single documents.  

Job Family Standards Will Replace Individual Classification 
Standards for Scientific and Engineering Occupations 
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formation about your FEHB 
coverage before making 
any changes.  If you are 
covered by an FEHB plan 
and decide not to join a 
Medicare drug plan now, 
but change your mind or 
lose your Federal coverage 
later, you can enroll without 
penalty as long as you en-
roll within 63 days after 
losing your FEHB cover-
age. 
 
Many Federal employees 
have elder care responsibili-
ties, and the elderly are a 
rapidly growing segment of 
the population.  Therefore, 
in order to make informed 
decis ions,  employees 
should be aware of the 
benefits Medicare is offer-
ing.  If you are a caregiver, 
or if you help a family 
member or friend make 
health care decisions, you 
need to know about the new 
Medicare prescription drug 
coverage. 
 
All people with Medicare 
should consider this new 
coverage.  In some cases, if 
your family member or 
friend gets help from the 
state to pay for health care 
costs (like Medicaid), that 
person automatically quali-
fies and does not need to 
apply for extra help.  Medi-
care will send a notice if 
this is the case. 
 
As a rule, however, cover-
age is not automatic.  To 
get this prescription drug 
coverage, most people with 
Medicare must choose and 
enroll in a Medicare pre-

(Continued from page 3) scription drug plan that 
meets their needs.  If the 
person you care for or are 
assisting has prescription 
drug coverage through 
work, he or she will need to 
talk to the employer’s bene-
fits administrator to deter-
mine how the current drug 
coverage will work with 
Medicare before deciding to 
enroll. 

You may also visit 
www.medicare.gov and 
select “Search Tools” to get 
personalized information, or 
select “Frequently Asked 
Questions” to get answers to 
common questions.  A hot-
line is also available by call-
ing 1-800-MEDICARE (1-
800-633-4227).  Text tele-
phone (TTY) users should 
call 1-877-486-2048.  

For more information, read 
the “Medicare & You 2006” 
Handbook that you or your 
family member or friend 
should have received re-
cently in the mail.  This 
Handbook contains more 
detailed information about 
Medicare prescription drug 
plans, including which plans 
will be available in your 
area.   
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Implications for Federal Employees With Elder Care Responsibilities 

The new contract is a per-
formance-based, five-year 
contract (base year with 
four one-year options).  As 
it has done in the past, 
CPMS will use performance 
metrics to monitor the new 
contract.  To this end, the 
contractor will continue to 
provide quarterly metric-
based performance reports 
to the CPMS Regionaliza-
tion and Systems Moderni-
z a t i o n  D i v i s i o n 
(REGMOD).  The most 
recent performance statistics 
indicate that the contractor’s 
average service level agree-
ment score stands at 4.34 on 
a 5.0 scale. 
 
The DCPDS contract also 
contains options for time-
and-materials contract line 
items to support NSPS, cov-
ering development work for 
fiscal years 2006 through 
2008, as well as specific 
Component support for 
DCPDS-related work.  DoD 
Component contract line 
items require Component 
funding.  At this writing, the 

Army, Air Force, Navy, and 
DLA have established sepa-
rate contract line items.  
Other Components inter-
ested in establishing a sepa-
rate contract line item for 
DCPDS work may contract 
Theresa Paddock, DCPDS 
Contracting Officer’s Tech-
n i c a l  R e p r e s e n t a t i v e 
(COTR), at 703-696-1489 
(DSN 426-) or e-mail 
Theresa.Paddock@cpms. 
osd.mil. 
 
Lockheed Martin has per-
formed well over the past 
six years, supporting CPMS 
in the full deployment of 
DCPDS.  As the technical 
integrator for DCPDS, 
Lockheed Martin partnered 
with CPMS in migrating 
DCPDS to the web-based 
version of the Oracle soft-
ware in 2003.   
 
Now, the contractor contin-
ues to support the Depart-
ment in implementing 
NSPS.  DCPDS is on the 
critical path for NSPS im-
plementation. 

Regionalization & Systems Mod-
ernization (REGMOD)    E-mail us 
 

O n behalf of CPMS, in 
September the De-

fense Logistics Agency 
(DLA) awarded a $112.6 
million maximum, firm-
fixed-price contract to 
Lockheed Martin for contin-
ued operation, sustainment, 
and maintenance of the De-
fense Civilian Personnel 
Data System (DCPDS), the 
DoD civilian HR transaction 
processing and management 
i n f o r m a t i o n  s y s t e m .  
DCPDS contains more than 
800,000 civilian employee 
records and 1.5 million po-
sition records.  It is the larg-
est HR automated system in 
the world. 
 
CPMS is responsible for 
functional and technical 
oversight of DCPDS.  Lock-
heed Martin has provided 
operations, maintenance, 
and sustainment of the sys-
tem since 1999, when the 
Department first outsourced 
those areas. 

Contract Is Awarded to Lockheed Martin for Continued 
DCPDS Operation, Sustainment, and Maintenance 

http://www.medicare.gov
mailto:theresa.paddock@cpms.osd.mil


FSAs Your Care Dollars 
Benefits & Entitlements  E-mail us 
 

F EHB open season runs 
from November 12th 

through December 12th.   
During this period, you may 
enroll in a tax-advantaged 
flexible spending account 
(FSA) as well as health care 
insurance.  There are two 
types of FSA:   
• Health care (HCFSA), 

which pays for uncov-
ered or un-reimbursed 
portions of qualified 
medical costs, includ-
ing dental care, eye-
wear,  prescription 
drugs, co-payments, 
and over-the-counter 
medications; and  

• D e p e n d e n t  c a r e 
(DCFSA), which lets 
you pay with pre-tax 
dollars for eligible ex-
penses, such as child 
care or care of qualify-
ing parents or other 
eligible dependents.  

Eligible employees may 
contribute pre-tax income 
up to $4,000 for an HCFSA 
and up to $5,000 for a 
DCFSA  annually.   
 
To see how much you can 
save, visit the FSAFEDS 
web site, which includes a 
calculator  you can use to 
estimate your FSA contribu-
tion and tax savings. 
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Recruitment  
Assistance        E-mail us 
 

T he Defense Civilian 
Recruitment Team 

(DCRT) recently conducted 
two career fairs in Puerto 
Rico, with approximately 
400 students attending.  
Early indications are that 
many interviews and numer-
ous tentative hires will re-
sult from the career fairs.  In 
late October, an on-line 
survey was sent to DoD 
recruiters to determine the 
total numbers of interviews 
and job offers involved.  
DCRT conducts focused 
recruiting as part of the 
CPMS Recruitment Assis-
tance Division (RAD).   
 
Career fair offerings in-
cluded workshops on Fed-
eral résumé writing and 
information sessions on 

Government job opportuni-
ties and benefits.  The Octo-
ber career fairs were aimed 
at recruiting Hispanic pro-
fessionals in occupations 
such as engineering, busi-
ness administration, and 
nursing.  By partnering with 
local universities, DoD 
Component  recrui ters 
reached out to a population 
that is underrepresented in 
the Department and the Fed-
eral workforce.  Local tech-
nical schools, such as the 
Polytechnic University of 
Puerto Rico (UPR) and 
UPR Mayaguez, were par-
ticularly good sources of 
high-quality job candidates. 
 
Puerto Rico’s unemploy-
ment rate now stands at 10.6 
percent, according to the 
U.S. Bureau of Labor Statis-
tics, which has reported 
double-digit unemployment 

rates there for all but three 
months during the past two 
years.  These statistics, plus 
a local labor market with 
lower-than-average salaries, 
created a fertile field for 
DoD recruiters.  It all added 
up to a win-win situation.  
Recruiters used the career 
fairs to showcase DoD ca-
reers, and well-qualified 
candidates responded with 
enthusiasm. 
 
Previously, RAD co-
sponsored a career fair for 
injured and wounded ser-

vice members and their 
spouses at Walter Reed 
Army Medical Center,  
Washington, DC.  A similar 
event occurred in September 
at Brooke Army Medical 
Center, San Antonio, TX.   
The results of these two 
outreach efforts were grati-
fying:  More than 200 indi-
viduals were interviewed, 
and at least 30 tentative job 
offers were made.  Addi-
tional events at other major 
military medical centers are 
currently in the planning 
stages. 

DoD Conducts Focused Recruiting Through Puerto Rico Career Fairs  

C PMS vacancies are 
posted at http://

www.hr.dla.mil/onjams/
splash.htm.  From that web 
page, click on the “Job Op-
portunity Announcement 

Search Page” link, scroll 
down to “Organization Op-
tions,” select “Hq/CPMS,” 
and scroll down to an-
nouncement numbers that 
start with “CPMS.” 

CPMS Employment Corner 

o n October 19th, CPMS 
Director Brad Bunn 

announced the selection of 
Sharon Stewart as the new 
CPMS Deputy Director for 
Advisory Services, vice 
Marilee Fitzgerald.    
 
Ms. Stewart has more than 
20 years of experience in 
human resources manage-
ment, which includes devel-
oping and executing policy 
in all major human re-
sources management areas.  
She comes to CPMS from 
the NSPS Program Execu-
tive Office, where she was 
the Director for Human Re-
sources Systems, a Senior 

Executive Service position.  
Ms. Stewart has been instru-
mental in shaping the design 
and development of NSPS.  
Previously, she was a policy 
expert for the Department of 
the Navy, where she had 
oversight responsibility for 
classification and staffing 
programs.  During the ’90s, 
she worked in the CPMS 
Civilian Assistance and Re-
Employment (CARE) Divi-
sion. 
 
“Please joint me in welcom-
ing Sharon Stewart back to 
CPMS in this extremely 
critical position,” Mr. Bunn 
said. 

Sharon Stewart Is New CPMS  
Deputy Director for Advisory Services 

mailto:daao@cpms.osd.mil
http://www.cpms.osd.mil/fas/cpmsexpress/docs/2005-4.pdf
http://www.cpms.osd.mil/fas/cpmsexpress/docs/2005-4.pdf
mailto:benefits@cpms.osd.mil
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http://www.hr.dla.mil/onjams/splash.htm
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Labrador retriever; Keynes, 
an Australian shepherd-
Border collie mix named 
after John Maynard Keynes, 
the influential 20th century 
economist whose theories 
Susan was studying at the 
time she adopted the dog; 
and her newest addition, 
Mariah, a seven-week-old 
Australian shepherd puppy. 
 

CAREER BRIEF 
 
EDUCATION.  BA in eco-
nomics (summa cum laude), 
University of Colorado at 
Denver, 1994.  Paralegal 
cert if icat ion obtained 
through the Denver Parale-
gal Institute, an American 
Bar Association-approved 
Paralegal program, 1994. 
 
EXPERIENCE.  1970s 
through early 1990s:  Posi-
tions of increasing responsi-
bility in Research and De-
velopment with the Adolph 
Coors Brewing Company, 
Golden, CO. 
 
1994:  Selected through the 
Outstanding Scholar Pro-
gram as a GS-7, target 12, 
Workers’ Compensation 
Claims Examiner with the 
U.S. Department of Labor, 
District Office 12, Denver, 
CO.  2001:  GS-12 Work-
ers’ Compensation Claims 
Examiner in the Energy 
Employees Occupational 
Illness Compensation Pro-
gram (EEOICP), also with 
District Office 12. 
 
2002 to date:  GS-12 Hu-
man Resources Specialist 
with ICUC in Denver, CO. 

“Employees are grateful for 
the opportunity Pipeline 
gives them to return to 
work.  They also welcome 
the end of having to deal 
with workers’ compensa-
tion, which can often be 
difficult and frustrating.  

Finally, once 
they return to 
work, all the 
time they were 
receiving com-
pensation be-
comes time that 
is fully credit-
able toward 
retirement, but 
if they do not 
return to work, 

that time never becomes 
creditable.  So for many 
employees and their fami-
lies, returning to work is 
vital to a secure future.  
Pipeline may be their finan-
cial lifeline. 
 
“I also like the freedom 
CPMS gives me to do my 
job.  I am able to prioritize 
my own work flow and 
schedule my own temporary 
duty travel to DoD installa-
tions.  My managers ask me 
what I need to do my job 
well.  As a result, I have 
recently received training 
through on-line courses 
geared to my specialized 
needs for my position as a 
liaison.” 
 
Though she is a native of 
Lincoln, NE, since her teen 
years Susan has lived in the 
Denver area, where she 
raised her family—two sons 
and a daughter, now grown.  
She resides in the scenic 
mountains west of Denver 
with Gunsmoke, a chocolate 

G et cash when you’re 
injured and can’t 

work.”  For most of us, the 
phrase only calls to mind 
the noisy duck in a long-
running TV ad campaign.  
For Susan Atwood, how-
ever, these words have real 
meaning.  A member of the 
Injury and Unemployment 
Compensation Division 
(ICUC), Susan works in 
Denver, CO, as the DoD 
liaison with the Department 
of Labor’s Office of Work-
ers Compensation Program 
(OWCP), Division of Fed-
eral Employees’ Compensa-
tion (DFEC). 
 
The Federal Employees’ 
Compensation Act provides 
workers’ compensation cov-
erage to Federal civilian 
workers for employment-
related injuries and occupa-
tional diseases.  DFEC adju-
dicates new compensation 
claims and manages ongo-
ing cases; pays medical ex-
penses and compensation 
benefits to injured workers 
and survivors; and helps 
injured employees return to 
work when they are medi-
cally able to do so.  Within 
DFEC, the Denver District 
Office processes compensa-
tion claims filed by workers 
in six Western states 
(Colorado, Utah, Montana, 
Wyoming, and North and 
South Dakota). 
 
“As the DoD liaison, I am 
responsible for civilian em-
ployees in this six-state area 
who are injured on the job,” 
Susan says.  “When they 
file a claim, that claim is 
actually managed by 
OWCP.  I assist with the 

flow of critical information 
between the injured worker, 
the employing DoD Compo-
nent, and OWCP.  My of-
fice is down the hall from 
the Denver OWCP District 
Office, so I have constant 
contact with claims examin-
ers. 
 
“Next to the Postal 
Service, the Depart-
ment of Defense is 
the Federal agency 
with the most injury 
c o m p e n s a t i o n 
claims, and through 
ICUC, DoD is the 
only agency that 
has liaisons work-
ing with the Department of 
Labor to manage claims.”  
ICUC’s unique approach 
has been highly effective:  
Federal Employees’ Com-
pensation Act payments 
increased Government-wide 
by 29 percent during the last 
decade, while the DoD in-
crease was only 1.6 percent. 
 
“What I do makes a differ-
ence for our injured worker 
who is at home recovering,” 
Susan says.  “I work to en-
sure that injured DoD em-
ployees receive all the bene-
fits to which they are legally 
entitled. 
 
“Every day brings a new 
challenge.  For instance, this 
year CPMS implemented an 
exciting new program, Pipe-
line, that returns to work 
injured employees who are 
medically able to perform 
light duty jobs.  Using Pipe-
line, they no longer have to 
wait until they can perform 
the job held on the date of 
injury. 
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